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METROPOLITAN KING COUNTY COUNCIL

Labor, Operations and Technology Committee 

STAFF REPORT

AGENDA ITEM:  6
DATE:  May 24, 2005
PROPOSED NO:  2005-0215
PREPARED BY:  Michael Alvine 
SUBJECT:  AN ORDINANCE relating to classification titles and pay ranges for career service and exempt from career service positions in the executive branch.

SUMMARY:  Proposed Ordinance 2005-0215 would approve 5 new job series with 21 new classifications for approximately 125 Information Technology professionals who are not represented.  Also, this ordinance will approve retroactive pay for those non-represented staff employees allocated to titles previously approved by council through collective bargaining agreements.
BACKGROUND:
METRO Merger
When King County government and the former METRO merged, a project was initiated to integrate their separate personnel classification and compensation systems.  This is known as the Classification and Compensation Project (Class/Comp) and has been a major effort undertaken for over a decade.  The original intent of the project was to normalize salaries of the County and METRO.  With the passage of time, the project is now also about bringing employees up to market wages.

Motion 10262 
Motion 10262 establishes the philosophy and procedures that guide classification and compensation for executive branch employees.  The motion directs the county to compare its employee compensation with nine other comparable jurisdictions and other entities if there are an inadequate number of comparable jobs in the identified public agencies.  
Information Technology Classifications – Represented Employees
On September 24, 2004 the Metropolitan King County Council adopted Ordinance 15023 approving six memoranda of agreement.  These agreements covered approximately 400 represented Information Technology (IT) professionals throughout the Executive branch.  The memoranda had identical attachments that listed the same classifications and associated ranges as the subject legislation.  The new IT classifications/pay ranges were the product of a significant effort to compare bodies of work at King County with similar jobs in both the public and private sectors.  
The executive followed Motion 10262 to create the classification and compensation for IT jobs covered by Ordinance 15023 (2004) approving the memoranda of agreement.  The project incorporated a review of market survey data from a private source that included both private and public entities.  The Executive found that the proposed compensation levels were appropriate and comparable.  Compensation was set at the midpoint of surveyed compensation with five steps established up and down from the midpoint.  

Ongoing Class/Comp Revisions
Ongoing review to update the King County classification structure is being done to maintain the integrity of the classification/compensation system.  This will continue to be needed for IT positions as the County considers implementing the technology organization project that will organize technology functions within the county to become more effective and efficient.  In order to meet this need to update the class/comp system, the Human Resources Division will periodically submit omnibus legislation, similar to the Office of Management and Budget.  

Supporting Information
Human Resources Division staff has provided significant survey and analytical materials that support the new classifications and pay ranges.  In many cases, it was necessary to use private sector comparisons.  This information is available to Councilmembers upon request.  

While many of the classifications and pay ranges were adopted as part of previous labor agreements, they along with 15 new classifications and pay ranges are now proposed to be adopted for application to non-represented IT managers and supervisors.  Additionally, survey work was completed to establish the proposed salary ranges for the added managerial and supervisory classification titles proposed in this ordinance.
Retroactive

Consistent with Executive proposed and Council action for represented employees, the legislation is retroactive to January 1, 2003 for non-represented employees.

Fiscal Note
The total cost of implementing the proposed ordinance in 2005 is $950,000.  As noted above, this includes 2003 and 2004 costs.  Costs for 2006 and 2007 are estimated at approximately $186,000 and $85,000 respectively. 
The fiscal note identifies the costs by department, division and fund source.  A supplemental appropriation of about $30,000 is needed by one department and has been transmitted to Council.
ATTENDING:  

1. Sandy Werner, Manager, Compensation Management Services Human Resources Division, DES

ATTACHMENTS:  

1. Proposed Ordinance 2005-0215
2. Fiscal note

3. Transmittal letter dated May 3, 2005
4. Chart of new classifications
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